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Consortium Diversity and Inclusion Strategy    2015-2019 
Summary and Recommendations 
This Diversity and Inclusion Strategy is being proposed as a consequence of the CGIAR Fund 
Council expressing concern in November 2013 about the paucity of women in senior leadership 
in the CGIAR, and broader diversity issues.  The Fund Council has proposed a 50% target for 
women in leadership positions, to be achieved within 5 years, and asked the Consortium to 
submit a strategy to achieve this to the Fund Council in 2014. Consortium management has 
prepared this strategy, following consultations of Center leadership (March 2014), the HR 
Community of Practice (June 2014) and a round of feedback from Centers on a first draft 
circulated in August.   This second version of the Strategy has adopted most of the comments 
and suggestions provided by the Centers, but has maintained the recommendation to adopt the 
50% target. 
The initial strategy to remedy this situation focused primarily on gender issues, but ultimately 
evolved into a more comprehensive Diversity and Inclusion Strategy following feedback from 
Centers, the objectives of which are:  
 
• To significantly improve the attractiveness and effectiveness of the Consortium and its 
members as a progressive employer by implementing a comprehensive set of initiatives to 
improve its diversity and inclusion. 
• To foster a diverse and inclusive workplace to adapt to shifting workforce demographics 
and the global environment. 
At this stage of the strategy’s development, some targets are focused on women to ensure that 
the Fund Council’s concerns are acted on.  However the scope of the strategy potentially 
encompasses a broad range of staff diversity categories.  It is anticipated that these will be 
accommodated either directly or indirectly in the adoption of the various options for action, 
either though this Consortium Strategy or the Center strategies which are expected to follow its 
adoption. 
This Consortium strategy is effectively an umbrella strategy, providing a structured range of 
options from which (and additional to which) each Center can develop its own Diversity and 
Inclusion strategy.   
 
This strategy was approved by the Consortium Board on October 10, 2014, as well as endorsed 
by the Centers in the Joint CB-Center meeting on October 8, 2014.   The salient elements are: 
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1 This Diversity and Inclusion Strategy is an umbrella strategy directed to enhancing the 
Consortium’s and member Centers’ people management practices and, consequently, 
their ability to attract, develop and retain staff; 
2 The percentage of women in leadership positions in the CGIAR system has increased 
from 24 to 33% in the period 2008 to 2013, and could be expected to continue to increase 
to around 43-45% in the period to 2020 without specific action, and consequently adopt 
the 50% target as a reasonable goal for 2020 to assess the success of one key aspect of 
implementation of this Diversity and Inclusion Strategy; the 50% target is a system-wide 
target that will not be disaggregated and imposed on member Centers individually, but a 
collective responsibility to be monitored for the CGIAR as a whole; 
3 The implementation of the umbrella strategy is to be by individual Centers (except where 
Consortium action is required) through the creation of their own Center Diversity and 
Inclusion Strategy, with appropriate actions and targets, to be approved by their Center 
Boards by December 31, 2015; 
4 A new HR Section to be added in the CGIAR Annual Report, to which member Centers 
will contribute, and be used as the primary vehicle to report back to the Fund Council on 
the progress of implementing the CGIAR Consortium and member Centers Diversity and 
Inclusion Strategies, commencing with financial year 2015 and reporting by April 30, 
2016. 
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1  Introduction 
 
Understanding Diversity and Inclusion 
 
Diversity 
 
1.1 The term “diversity” is used to encompass a broad range of diversity issues.  
Traditionally these have included gender, diversity of national origin, ethnic or social 
community, age, language, socio-economic background, lifestyle choice/sexual orientation, 
marital status and family responsibilities, disability, cognitive capacity, race, religion/belief, 
cultural background, job function, working style, geographical location, educational level, etc., 
particularly in the context of recruitment.  In more recent times, these factors have been 
expanded by many organizations to include diversity of thought, work and life experiences and 
technical expertise – all particularly relevant to the operations of the Consortium.  Consequently 
it is important to avoid over-simplifying issues/initiatives by focusing on one aspect of diversity 
to the exclusion of other aspects. 
 
Inclusion 
 
1.2 An excellent definition of “inclusion” objectives comes from the US Department of 
Energy, also a science and technology organization: (to create and sustain) “a work environment 
that connects each employee to the organization; encourages collaboration, flexibility and 
fairness; leverages diversity throughout the organization so that all individuals are enabled to 
participate and contribute to their full potential.” 
 
Background to the Strategy 
1.3 This is the Consortium’s first effort to develop a Diversity and Inclusion Strategy.  It has 
been initiated as a consequence of the CGIAR Fund Council expressing concern in November 
2013 about the paucity of women in senior leadership in the CGIAR. 
1.4 The Strategy was originally conceived simply as a Gender and Diversity Strategy, and 
was revised conceptually following suggestions from the Consortium HR leaders’ Community of 
Practice (CoP).  This resulted in a considerable increase in breadth, well beyond the original.  
While much of the content in this first strategy is necessarily stimulated by the original charter, it 
is envisaged that the Strategy will continue to be developed over time, and become considerably 
broader in scope. 
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1.5 Several of the options within the strategy were originally approached from the 
perspective of removing barriers to the inclusion and advancement of women across the 
Consortium and member Centers.  However, the options proposed have the potential to benefit 
men as much as women.  Further, focusing attention on each option will have the benefit of 
accommodating the broad range of diversity issues listed in 1.1 above. 
1.6 This first Diversity and Inclusion Strategy does not attempt to be all things to all people.  
Some of the options proposed are focused on the research scientist component of the Consortium 
and member Center workforce, because they comprise the core staff of the Consortium and its 
member Centers.  This is not to suggest that the various support roles across the Consortium and 
the member Centers are unimportant, but to recognise the reality that organization improvement 
activities need to be focused first on core staff – the staff who perform the organization’s core 
function. 
 
Objectives of the Diversity and Inclusion Strategy 
1.7 The proposed strategy has two principal objectives: 
• To significantly improve the attractiveness and effectiveness of the Consortium and its 
member Centers as progressive employers by implementing a comprehensive set of 
initiatives to improve its diversity and inclusion. 
• To foster a diverse and inclusive workplace to adapt to shifting workforce 
demographics and the global environment. 
The Nature of the Diversity and Inclusion Strategy 
1.8 It is important to recognise that this Consortium Diversity and Inclusion Strategy is not 
prescriptive.  Rather, it presents the “umbrella” strategy for the Consortium and member Centers.  
It sets broad goals, requires each Center to develop, implement, and report progressively on its 
individual Diversity and Inclusion strategy, and offers a menu of possible initiatives for Centers 
to adopt.  
1.9 Each Center will decide whether to tackle the initiatives in its strategy independently or 
in collaboration with other Centers, or with the Consortium office. 
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2  The Business Case for Improved Diversity and Inclusion  
 
2.1 The conclusions about organization benefits from good diversity practices are well 
known.  These include: 
• Improved corporate culture  
• Improved recruitment of new employees  
• Improved client relations  
• Higher retention of employees  
• Decreased complaints and litigation  
• Enabling the organization to move into emerging markets  
• Increased productivity  
• Maximizing brand identity  
2.2 Perhaps of particular significance to the Consortium as a science for development 
organization, a survey of almost 250 companies by Deloitte Consulting identified the top three 
reasons for investing in diversity and inclusion: 
• Improving employee engagement 
• Serving customers more effectively 
• Increasing organizational innovation and agility 
2.3 The proposed Diversity and Inclusion Strategy will help the Consortium and its member 
Centers perform better by removing, or reducing barriers to all staff contributing to their 
maximum potential.  In turn, this should increase the quality and effectiveness of interaction 
between Consortium staff and their partners and the end-users of their outputs.  In particular, 
there should be improved effectiveness with which end-users’ needs are addressed in research, 
stakeholder engagement, capacity building, and development outcomes. 
2.4 In parallel with the benefits listed above, the Diversity and Inclusion Strategy will help 
the Centers keep their people management practices abreast of progressive scientific 
organizations worldwide.  Because of the geographical location of many of their activities, 
Centers typically face considerably greater challenges in attracting researchers than their 
counterpart organizations in developed countries.  It is known that many such organizations are 
devoting considerable energy to enhancing their people management and development practices, 
with increasing the number of women in science commonly a major priority.  Consequently 
Centers cannot afford to stand still; the quality of their people management practices will affect 
their future ability to compete for talent. 
2.5 Finally, the Consortium and its member Centers must sustain investor confidence.  
Stakeholders must be confident that their concerns about gender and diversity issues are being 
addressed effectively. 
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3  Retrospect View 
 
Key Demographic Data 
 
Diversity 
3.1 The Consortium is a remarkably diverse organization when considered globally.  In 2013, 
nationals of 125 countries worked in the Consortium and member Centers.  Over 90% of 
Consortium and member Centers’ staff are nationals of developing countries. 
 
Representation of women  
3.2 The proportion of women in the Consortium workforce has increased progressively over 
the last decade.  In 2003, women comprised 27% of total Consortium and member Centers’ staff.  
By 2008, the proportion had risen to 29%: by 2013 it had reached 33%. 
3.3 The focus of the concerns expressed by the Fund Council was women in senior 
leadership.  The senior leadership group comprises Board members, Directors General, Deputy 
DGs and other senior leaders in member Centers’ leadership teams (typically at Director level or 
equivalent), CRP leaders, and senior leaders (also at Director level) in the Consortium.  The 
proportion of women in senior leadership has grown from 24% to 33% during the period 2008-
2013.  If this rate of growth is sustained into the future, the proportion of women in senior 
leadership is anticipated to grow to approximately 43-45% by the beginning of 2020.  In this 
context, it is important to note that almost 50% of the senior leadership positions are Board 
members, with a relatively high turnover rate and therefore significant ability to effect change.  
Consequently, the proportion of women in the senior leadership group can be significantly 
increased by selective appointment to Board positions as they become vacant.   
3.4 A high proportion of leadership positions in the Consortium and member Centers are 
either practising or former research scientists.  The representation of women in this group 
increased from 20% to 26% over the period 2003-2008.  Within the research scientist population, 
it is most likely that those who move into senior leadership roles will have attained the rank of 
Principal Scientist (or equivalent).  The proportion of Principal Scientists who are women rose 
from 7% in 2003 to 11% in 2008.  However, reinforcement of the current positive trend, through 
specific strategies, would make the achievement of the balanced target not unreasonable. 
4  Broad System Goals  
4.1 The workshop of DGs and Board Chairs in March, 2014, discussed the development of 
the Strategy and endorsed an approach that prioritised the HR functions of recruitment, 
development and retention.  A subsequent input from the HR CoP proposed that, in addition to 
recruitment, the Strategy should also encompass supporting policies and practices, and 
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awareness raising and training.  In addition, there is a goal that relates to the overall 
organizational development of the Consortium and member Centers. 
4.2 These six elements form the framework of broad system goals: 
Recruitment goal: to review and enhance recruitment procedures, with particular emphasis 
on adopting rational job valuation systems, defining position 
requirements (competencies), short-listing techniques, interview 
procedures, adopting rational salary-setting practices, and post-interview 
procedures. 
Development goal: to review and refine staff development mechanisms, with particular 
emphasis on leadership development, supervisory skills, mentoring and 
other priorities identified by the HR Community of Practice.  
Retention goal: to implement structured processes to ascertain why people join the 
system, and remain in or leave it; based on the information acquired, 
reflect on the extent to which each Center or the Consortium provides an 
inclusive workplace, and refine people management policies where 
possible to meet staff professional and personal needs. 
Supporting policies and practices goal: based on the information acquired above together 
with inputs from senior management and HR heads, identify and 
implement initiatives that reinforce inclusion and the attractiveness of the 
entity as an employer. 
Awareness raising and training goal: deliver an ongoing education program and related 
initiatives to ensure that the importance of diversity and inclusion are 
accepted across the workforce, and that staff at all levels observe and 
practice the behaviors required to sustain inclusion. 
Organizational development goal: identify and overcome people-related obstacles to the 
entity’s effectiveness.  
4.3 These goals have been adopted as the basis of structuring the menu of possible options 
and core initiatives in Section 5 (“Implementation”). 
 
5  Implementation  
 
Overall approach 
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5.1 Assuming that this strategy is endorsed by the Fund Council in November 2014, it is 
proposed that it formally commence on 1 January 2015 for a period of five years to end-2019. 
5.2 A key component of this strategy is recognizing and accommodating the autonomy of 
member Centers within the Consortium.  Based on the broad system goals listed in the previous 
chapter, this chapter proposes a menu of options, most of which can be undertaken by individual 
Centers whilst others might best be tackled by small groups of Centers.. 
5.3 The initiatives in System Goal 6 (Organizational Development) are envisaged as 
Consortium-wide initiatives, for which the support of Centers would be crucial.  Those initiatives 
are proposed to be implemented as core elements of this Strategy, initially through a group, or 
groups, of Centers that elect to pilot specific initiatives. 
5.4 Effectively, each member Center will design and implement its own diversity and 
inclusion strategy, within (and, where appropriate, extending beyond) the broad Consortium 
strategy.  
 
Menu of Options and Initiatives 
5.4 The range of options proposed for the Consortium umbrella strategy is shown below as 
options within each broad system goal.  The various tables list the options and, for each option, 
the proposed target and the person/s who would be responsible for implementing that option.  
Some notes on the rationale for each option appear in Appendix 1. 
 
 
 
System Goal #1: Recruitment  
Option Target Responsibility 
1.1   Adopt rational job 
valuation system  
Implement by January 2016 DGs / Centers that elect to 
participate 
1.2   Ensure rational salary-
setting for new appointees 
Implement by January 2016 DGs / Centers that elect to 
participate 
 
System Goal #2: Development 
Option Target Responsibility 
2.1   Review 4 Centers’ 
performance management 
platforms  
Report to Consortium Board 
by September 2015; 
implement common platform 
CoP, in collaboration with 
Director, TM&HR, DGs / 
Centers that elect to 
! ! !
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January 2016 participate   
2.2   Introduce mentoring for 
research scientists and other 
high potential staff   
Implement in 2016 DGs / Centers that elect to 
participate 
2.3   Introduce leadership 
development for senior staff  
First intake in 2017 CEO in collaboration with 
DGs / Centers that elect to 
participate, supported by 
Director Talent 
Management & HR 
 
System Goal #3: Retention 
Option Target Responsibility 
3.1   Establish staff 
consultative committees 
Implement January 2015 DGs / Centers that elect to 
participate 
3.2   Conduct annual staff 
attitude surveys 
Commence 2015; by 2017, 
75% of staff rate Center as 
>5/10 as “great place to work”; 
by 2020, 75% of staff rate 
Center as >7/10 as “great place 
to work” 
DGs / Centers that elect to 
participate 
3.3   Adopt rigorous exit 
interview process 
Incorporate in Board report, 
commencing end 2015 
DGs / Centers that elect to 
participate 
3.4  Enhance family-friendly 
policies 
Implement July 2015, 
following exchange of best 
practice 
DGs / Centers that elect to 
participate 
 
 
System Goal #4: Supporting policies and practices  
Option Target Responsibility 
4.1   Survey diversity and 
inclusion-oriented initiatives 
taken by Centers since January 
2010 
Consolidated report completed 
by April, 2015 
DGs / Centers that elect 
to participate 
4.2   Enhance induction/care 
processes  
Report enhancement initiatives 
annually from end 2015 
DGs / Centers that elect 
to participate 
 
System Goal #5: Awareness and training  
Option Target Responsibility 
5.1 Clarify/reinforce Immediate DGs / Centers that elect 
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harassment policies to participate 
5.2   Ensure transparency of 
key policies/practices 
Implement by June 2015 DGs / Centers that elect 
to participate 
5.3   Identify risks of diversity 
imbalances developing, and 
devise remedies 
Report to Consortium Board by 
September 2015; implement 
common platform January 
2017 
DGs / Centers that elect 
to participate 
 
System Goal #6: Organizational development  
Initiative Target Responsibility 
6.1   Devise Consortium 
classification structure for 
research scientists  
Implement January 2016 CEO / CO with group of 
DGs / Centers that elect 
to participate 
6.2  Develop competency-
based classification guidelines 
for research scientists 
Recommendations to 
Consortium Board by 
September 2016 
CEO / CO with group of 
DGs / Centers that elect 
to participate 
6.3   Investigate HR obstacles 
to CRPs’ effectiveness  
Report to Consortium Board by 
September 2016 
CEO with group of DGs, 
in consultation with CRP 
leaders 
6.4   Devise new “model of 
work” for senior leadership 
positions  
Report by September 2016; 
implement January 2017 
CEO / CO with group of 
DGs / Centers that elect 
to participate 
6.5   Adapt common 
performance management 
platform to accommodate new 
competency based 
classification guidelines  
Implement January 2017 CEO / CO with group of 
DGs / Centers that elect 
to participate 
 
6 Monitoring and Evaluation 
 6.1 Whichever initiatives are selected as part of each member Center’s own diversity and 
inclusion strategy, the results should be reported annually to the Consortium Board, commencing 
in October 2015 and then to the end-of-year meeting of the Fund Council.  Such reports would 
include numerical data where relevant, particularly with progress toward meeting the specific 
gender targets proposed by the Fund Council. 
 
HR Section in CGIAR Annual Report 
6.2 It is proposed to create an HR section in the CGIAR Annual Report. This section of the 
annual report would be the vehicle for reporting both qualitative and quantitative information.  
This will enable  the Consortium Board to monitor the health of the Consortium as a whole, and 
to report to the Fund Council. It will also enable Center Boards to have a comparative view of 
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their Center’s position and progress made relative to other member Centers.  The HR section of 
the CGIAR Annual Report would include, but not be limited to: 
• A report of total staff numbers, by functional area if possible, and how these numbers 
compare with the previous year and, ultimately, trends over the preceding five-year 
period by member Center and for the CGIAR as a whole. 
• A report on research staff numbers, as the core staff group of the Consortium, and its 
members broken down by Center, grades and diversity factors. 
• A report on senior leadership staff numbers, as the staff group of particular interest to the 
Fund Council, broken down by Center, grades and diversity factors. 
• A report on turnover by Center, and the principal reasons for staff departing, particularly 
staff who have resigned or declined reappointment. 
• A report summarising important people management issues by Center 
• A report on HR initiatives commenced during the year, and evaluation of previous 
initiatives. 
• An appendix detailing progress on the Centers’ Diversity and Inclusion strategies, 
progress in implementing them, and achievement of targets. 
 
Review of the Strategy 
6.4 It is envisaged that  the success of this strategy would be reviewed in 2019 and a 
new/refined strategy would be developed for the next five-year period. 
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Appendix 1 
Rationale for Recommended Options and Core Initiatives 
 
System Goal #1: Recruitment  
Option Rationale 
1.1   Adopt rational job valuation 
system  
Enhances inclusion, by ensuring staff understand how 
positions are classified 
1.2   Ensure rational salary-setting 
for new appointees 
As above, plus establish a basis for monitoring 
equitable salary-setting across and between different 
diversity groups  
 
System Goal #2: Development 
Option Rationale 
2.1   Review 4 Centers’ performance 
management platforms  
Identifies best practice as basis for sharing across 
Centers 
2.2   Introduce mentoring for 
research scientists and other high 
potential staff   
Fills a significant development gap, with minimum 
effort (acquire mentoring materials from AWARD 
Program) and almost no expense 
2.3 Introduce leadership 
development for senior staff  
Reinforces the pipeline of internal candidates for 
senior leadership positions 
 
System Goal #3: Retention 
Option Rationale 
3.1   Establish staff consultative 
committees 
Establishes a mechanism for encouraging staff input 
to, and evaluation of established staff practices and 
new initiatives 
3.2   Conduct annual staff attitude 
surveys 
Acquires a bottom-up perspective to complement 
current top-down perspectives 
3.3   Adopt rigorous exit interview 
process 
Finds out precisely why staff take the decision to leave 
their Center 
3.4  Enhance family-friendly 
policies 
Self-evident 
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System Goal #4: Supporting policies and practices  
Option Rationale 
4.1   Survey diversity and inclusion-
oriented initiatives taken by member 
Centers since January 2010 
Establishes what has been tried; what worked and why; 
and what didn’t work and why not 
4.2   Enhance induction/care processes  Builds on CoP initiative to identify and share best 
practice in induction 
 
System Goal #5: Awareness and training  
Option Rationale 
5.1 Clarify/reinforce 
harassment and 
discrimination policies 
Reinforces staff understanding of diversity/inclusion issues 
5.2   Ensure transparency of 
key policies/practices 
Reinforces staff sense of inclusion and access to relevant 
information about personnel policies and processes 
5.3   Identify risks of 
diversity imbalances 
developing, and devise 
remedies 
Goes into greater depth of diversity than traditional “surface” 
issues of  gender and nationality of staffing 
 
System Goal #6: Organizational development  
Initiative Rationale 
6.1   Devise Consortium 
classification structure for 
research scientists  
Overcomes the current confusion of 15 different classification 
structures for research scientists 
6.2  Develop competency-
based classification 
guidelines for research 
scientists 
Identifies critical dimensions of quality (of research scientists’ 
performance and capabilities).  Useful for performance 
management, career planning and management, professional 
development.  Important to recognise that some scientists’ 
careers in the Consortium and member Centers extend over 
decades, despite notional 3-year terms 
6.3   Investigate HR obstacles 
to CRPs’ effectiveness  
Recognises that up to 11 member Centers are represented in 
some CRPs, with the attendant confusion about numerous 
different employment practices and conditions 
6.4   Devise new “model of 
work” for senior leadership 
positions  
Tackles problem of these positions being characterised by long 
days, nights and weekends and extended travel, thus sacrificing 
personal and family life.  Note also the “trickle down” effect 
being felt at less senior levels, and impact on decisions whether 
to leave the Center.  Need to work smarter, not harder 
6.5   Adapt common Links best practice knowledge derived from Option 2.1 with 
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performance management 
platform to accommodate 
new competency based 
classification guidelines  
competency guidelines derived from Option 6.2 above 
 
